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Li rector of Central Intelligence 3 July 1951 

Director of Training 

A Proposal to Establish and I apis cent a Career Corps Frcgra* in CIA 


1. Since its inception six months ago today, the Office of Training, 
in compliance with your verbal instructions, ha* given priority to planning 
for the establishment of a Career Corps. The formula t Ion of a plan for 

so vital an Agency-wide program merits more than a six-months attack by 
my limited staff. However, the recent news release on the Agency Career 
Corps Program lapels me to submit herewith the plan as now developed, 
with probable imperfections which a later submission nif.hi have eliminated. 

2. The plan rests upon two basic assumptions* 

a. Ultimately the quality of our personnel will depend upon 
highly selective recruitment at the junior level, but the Career 
Corps Itself could not and should not be recruited from without 
the Agency, but rather should be selected from those employees 
who have demonstrated their ability through a period of service 
In the Agency. 

b. A program for a Career Corps, to be successful, must be 
integrated with a career management program for the Agency. 

As a corollary to assumption (b) there is also submitted herewith the 
proposed plan of Agency-wide Career Management, into which the Career 
Corps program must itself be integrated. 

3. Career Management and many phase.? of the Career Corp: proposal 
are properly the responsibility of Personnel. If this plan is approved 
In whole or in part, I recommend that the ireetor of Personnel be made 
responsible for implementing those portions of the plan that are 
properly functions of his Office. He will, of course, have the whole- 
hearted support of the Office of Training. 

Is. I cannot emphasise too strongly that a sjne qua non to tha 
successful execution of a plan of this type is the unqualified support 
of the t tractor of Central Intelligence and his Assistant ri rectors. 

Our study of the subject Indicates thst orsotmel and Management have 
advanced similar proposals for career development In the past but that 
former directors failed to give them implement Ins* support. 
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INnU&UCTIOH 


The intention of establishing a 
CIA was f .ccinctly stated by General 


Career Corps within 

■ mi to as follows i 


the 


"I arc try lit to build up a corps of well qualified man 
here who arc interested in making a career with the 
Central Intelligence Agency. Io effect this, 1 recent- 
ly established a training section which functions - as 
meh as I dislike the term - as a sort of career manage- 
ment office." 


alter dedell faith 
To ion. John ticCloy 
1? arch 1951 


The Office of Training has studied the problem of es- 
tablishing a Career Corps fresi various angles, and has 
consulted experts in career management outside the Agency, 
as well as experienced executives within the Agency. 

The problem involves recruitment of extremely able 
young men and women from outside the Agency, identification 
of the most able people already in the Agency, end improve- 
ment of the value of members of the Career Corps to the 
Agency by training, rotation and other experiences. A 
system of career benefit* end security must oe established 
for careerists. The reco«nemiation* made in this report 
are centered around annual evaluation intended to uncover 
the most able people available. Only people with at least 
two years of distinguished service in the Agency ere here 
considered eligible to became Careerists. 

Certain problems ere closely connected with the matters 
discussed here, but have been given only passing attention 
et this time, because they ere subsidiary to toe mala problem, 
toe is the establishment of career benefits ana security 
(Tab R). Another is toe proper use of military personnel 
on duty with the Agency, not only from the point of view of 
their m a xlmm utilisation by us, but also of their own 
professional inprovement (Tab 0). 


- i - 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


THF PBOHLHt 


A. To devise a plan to select, recruit, and train young nan 

and women of ,.Teat premise, and to place the- % in the Agency 
where they will be of the greatest use. 

8, To devise a method of la entity in those e'siplayees ol the 
Agency who have the highest potential for further uevelqp- 
oentj to train and rotate the*.i within Mid outside the Agency 
in such a way that they will develop the greatest useful* 
ness to the Agency j and to place the?/: in the most impor- 
tant positions. 

C. To provide the training necessary to implement a am h, 

D* To coordinate A, B and C. 


DIFCwSSXQN 


The problem is discussed under tne neaoingsi 

I. Criteria for Rejection . Minimum qualitative criteria 
are established in terms of education, linguistic 
ability, leadership, personality and health, fpeciflc 
criteria are established on the basis of the present 
needs of the Agency, In terms of education, speciali- 
sation, research ana experience. 

II. Recruitment . Recruitment on the basis of tno general 
and specific criteria should bring into the Agency a 
continuous flow of youn : men and women, of whom many 
will prove to be able specialists, and a few will 
eventually develop into generalists capable of fill- 
ing high executive positions. 

Contacts will be established as pale consultants 
in 50 quality universities and colleges. They will 
identify, ruide, and nominate in the last year of 
study the most promising graouate students and under- 
graduates. No more than 2* of the selectees in any 
year may come from one school. 
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lucentr till te recoia - ar,~ad xroa ether colleges 
Qjf Persona al Procureaeftt. 

Contact* will ba eata.lisned in the separation 
center* oi the Araac * orca* to iuentiiy aac. interest 
able yourt. taea aau «ooea. 

Those reconwnndec will be tested locally, and the 
best will be brou^nt to aefiintoa ior e^ Basement and 
interviews. The Office of Trainin will operate the 
contacts and will monitor the testing and recruit sent 
in consultation with Personnel. 


***• tr aining is being established to provide selectees 

with the necessary skills and knowledge to enable th em 
to enter an oXiiee with general competence in intelli- 
gence, and to sake the most or on-the-job training. 

As soon as possible, basic training should b« vLven 
all new professional employees. 

All selectees will take a 1-woekr course, designe d 
to teach them the iundaonntals ol intelligence and of 
tha Russian language, and to improve reading speed 
anu wrltin skill. 

Selectees will oe subjected to a runnin, ar^ess- 
awmt throughout their aaaic training. 


Hacewat . On the basis of evaluation and 
assessment, salscteer will oe placed in the oXXices, 
either in regular slots, or in an appropriate number 
oi training slotf to d# Jua tiach oi’J j-C# 

oa the basis oi authorised iable ox organisation 
strength, The Lirectors oi irminin anu Pers onne l 
will jointly determine the placement in consultation 
with the Assistant .A rectors, and will authorise 
placement of selectees in oifice training slots. 


Va '/sl^ctlon ol Pars er Corps , tupervisozs will evalaate 
areaially all personnel, 9 through u*t»X3, who have 
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bam with the Agency a »inimu« of two years, and wno 
are unoor UO (1*5 for the first year of the program). 
Those who stand out will be tested, ae will other em- 
ployees in this category who wish to compete for 
Career Corps selection. The outstanding candidates 
will be assessed and interviewed, and the Career 
Corps will be iden tilled. It will consist of special- 
ists, whose capacities and interests indicate that 
they are superior within their offices and should 
stay there, and of generalists, whose capacities 
and interests indicate that they are cap a bl e of 
filling agency-wiae positions. 


Training of Career Corps ; peciaiists will be designed 
to increase their competence within their offices. 

It will consist of advanced intelli ;ence courses j aree 
anu language study; scientific, economic and technical 
study; rotation within the Agency; and travel — »V| 
to be arranged in and out of the Agency by the office 
of Training in consultation with the Office of Personnel 
and the Assistant i rector concerned. 


Tralnln,; of Career Carps '.eieralistr will be designed 
to increase the breadth arid competence of the individual 
in the Agency as a whole, rather than to deepen his 
specialised skill. It -ill consist primarily oi s tuoy 
in the National Intelli anem Course and other high-level 
Service anu governmaiuai courser; and rotation through- 
out tire Agency and outside the Agency* the ultimate 
purpose of the training will be to produce a irector 
of Central intelligence. 


Matter* ox detail are discus rad in the following tabs* 

A. Specific Criteria Xor initial Selection 

b. List ox Institutions in which Contacts Chould he 
Established 
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C. lasting and Aesesaaent of Candidate ; aloe teas 

!)• Arran .quants wit© Armed iorce* for Training of 

Pelecteee 

K* Lan.otagv, Progra* ior ; electees i 

• • The r lrainin< Program of tna CIA lotell Igenca 

Soaool 

u * evaluation of : electees during ;«»ic .raining, 

ti. ..uatoar of I raining lots to ife Added to I/O of 
Each vfl'ica 

i. identxiieation of Career orprj Career Management 
Program 

J* valuation of uutatandin C ft r>diaatce for the Career 
Corps 

K. .eolation Plan for career 1 ra nin. - fpocialiste 
t. Advanced Training, CIA intelllronee chool 

* ? * Language Training lor ?peeialirt* 

-**• notation Plan ior Career Training - cenaralist* 

O. Career I raining i or Intelligence Advisory Coev'Attoa 
Eioployeea 

P. x ..ple-mei station of university ano Industrial Training 
c* Career Bono fits and ‘ acurity 

R. graduate Training, CIA Intelligence School 

HfeCOH .-.^.AflCKS 

1, inat you approve the report In general. 

2. inat you authorise the Si rectors of Trainin. and Personnel 
to tarry out detailed implementation. 
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I. Cy^CTIOS <2UTFJiIA 


Our problem is to select able and versatile people 
who will fit into several offices of the Agency, and to 
develop a progrme of training and rotation that will develop 
their capabilities to the uteoet. Through the 100 Training 
Slots allotted to the Office of Training, we will bring in 
annually 200-300 Career Corps electees, who neet general 
and specific criteria. A Career Corps Seleetee is e young 
non or woman who appears to have great ability and prad.se, 
and wishes to neke a career in CIA. 


A. dene re 1 hinincn Criteria for felset&ea 


25X1 


B. Negative Criteria 

ale do not want a a Career Corps f electees people 
with? poor academic records; excellent academic 
records sad nothing else; physical defects serious 
*na*gh to bo a handicap in overt work; aero then the 
■oat minor weotlcnal defects; a record of failure in 
language study; unwillingness to go overseas; unsound 
Motivation. 


- 1 - 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 



Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


The Agency will no doubt properly continue to 
employ such people for specific job*. If they ere 
successful, we will pick them up by the procedures 
described in 7. 


C. Specific Criteria 

(Figures based on Agency needs and on 
information supplied by Assistant Directors*} 

Out of any group of 100 selectees, there should oe 
aboutt 

33 College graduates 

5 Engineers, with some experience in 

production 

7 Ll.B.’s, preferably with undergraduate 

majors in Social Seienoes, Area Studies, 
or International Relations. A few 
should be administrators • 

50 Ph.D.’s or graduate students who hare not 

completed the Ph.D., but have progressed 
far enough so that they have actual 
research training and experience. 

These figures are intended only as a guide to selection 
and recruitment, and should not be regarded as a Table of 
Organisation. A first-rate man must not be excluded because 
his category is full, nor may a second-rater be brought in 
merely to fill a slot. The figures should be continuously 
revised in the light of Job descriptions for current 
vacancies. (A more detailed breakdown is given in Tab A.) 
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4 


Il» foXfrUIl A. ht 


The chief problem in recruitment is to choose free aaong 
the mnny wno will meet the selection criteria those w oee lee* 
tangible qualities juetify ait,r. «x, ect»- lone of «u ccess In the 
Agency. 

A CIA contact Mill be established in a selected group of 
a out *fc univerritlwr and col logo? ( listed in Tab B)» The 
contact will be reimbursed ae a consultant at the rate of 
*00 a day for ten days a year* so that he will give mere 
than casual attention to the problem, handling the contacts 
and other matters co n n ected with this program will require e 
major part of the time of a member of the 1 raining taff. 

Contacts shoulc be raen with considerable intelligence 
experience in CIA or other intelligence agencies. They must 
be men of the highest quality , since qualitative discrimination 
by individuals appears to be subjective, i.«., it is based on 
comparison of the subject with the discriminator. They must 
be sufficiently active in the no n - acad e mi c affairs of the 
institution so that they will knew s tud e n ts outside of their 
own fields. In a few institutions the ideal contact will be 
the Dean of the Collage. Xa universities, there shoul be 
taro or mere, one for the College end one for each graduate 
school, since the students in one school ere seldom well 
known to the faculties of the others. In many institutions 
there is a club, composed of intellectually elite undergraduates, 
graduate students, end faeulty, and devoted to serious discussion. 
A faculty member of such a club would know the desirable students. 

Suggested contacts will be listed through consultation 
awott, Personnel Procurement Officers, office of Operations 
field Contacts, end the Training Oil Ice. A mexbar of the *i rain- 
ing Staff who is well qualified to negotiate in colleges and 
universities -ill visit the institutions e accrued to consult 
the authorities, establish contacts, and to deal with other 
matters noted below. 


Contacts must be cleared through tecret, aid brought 
together in the Agency in the euamer of their first year, to 
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attend the Orientation Course anu to receive ether indoctri- 
nation* They will be carefully brio: ad on what inf creation 
they sasy give- cam: Ida tee. 


Contacts will begin to watch there under graduate k w.;o 
eaerge in their Junior year above a line en performance to be 
established locally t and in their senior year students who 
blossom late* .raiiuate students rhoul* be picked up after 
their first year, itudouts who transj or will be pas *e<a on 
from contact to cntact. 



At no time will the contact ,;ive 


that he is ixdn. selected as a ao'-toer of" an 


rather that he w 


e is entitled to .raiainr 


advancement* 


« co 


toward the aitiale of the student ' * final year, tne contact 
will turn him over to a Personnel Procurement officer* 'me 
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contact will mo ohm net * flaw of tne boot students as career 
selectees, and the rwdndar for other wore ipadiie e'-^loyment 
in tile Agency* Potential operator** will bo turned over immedi- 
ately to the covert offices, so as not to co»«pro«ise their 
cover. Out of. any hunc.ro,, selectees , no more than two will be 
taken fros one college or school w Lthln a university, in ortier 
to avoid Ivy Lea uc concentration, tv to Ive the program 
high prestige aao nice ran*-.. 


25X1 


25X1 


!b« testa ?*noul~ oe car Juaec tu reveal intelligence, 
motivation, aptltuce .or o^r work, anility to reason in 
appropriate problems, the psychological .neka-up o. to* iuividual, 
his knowledge oi current ailalrr ana their background, am;HLs 
ability to write. 

ihe survivors mottle be brou&ut to asnirn- ton and interviewed 
anu assessed v th our current needs in nine, (ins testing and 
assessment program is oefcrioed la nab C.) 

ihe separation centers of tir Armed oreee will m another 
source oi selectees, contacts should be establ inuuc ia each 
of these unuer the direction oi military Personnel i virion. 
Available iniomrtloa from personn»;l Jilt* will proviae a basis 
ior preliminary screening. uosequaai as res meat procedures 
will be developed by the Q „ iice oi Training Uao C), 

A third source ox selectees will be youn, men ano wowsen 
turned up by the normal activiti*#*? oi Personnel Procurement. 

They Should -neat the selection criteria noted in I, anu should 
be under 35, anc preferably uiv.er 30. they »ill be assessed 
similarly to the first two .roups*, (tab C)« 


Candidates recommended by the contacts, aw o* hejs unearthed 
in other colleges by Personnel Procure-^en t , will i ill out suitable 
applications, by which the obviously unfit wiju be weeded out 
and the others will oe tested by a means to b** dgtiaan n ' J Hat 
Psycholo leal ta ff of the oifice oi Irainln, aj 
with tho t ests admin Lstered ov 
Inca the 


i i — - i i presently 

unuer contract with the Agency, has tee tin arran^eraents with 
most oi* toe better colleges , it my not be necessary to brin 
the candidates together at central points. 
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There mast be sufficient date cosmsn to all greupe to perail 
comparison areang there* Final selection from mm ong the eandidatee 
should be mdm by the office of Training after consultation with 
the treat or of Personnel* who has ultimate plaoenoat responsi- 
bility. training liaison ofiioors from the a oropriate oflieee 
should be consulted in eases where there 1* any doubt* 

Xt is possible and desirable* that sea© a*n and weaon whom 
we would be glad to take at the oacbelor** level will wish to 
go immediately to graduate school, if may trish to s tucy a 
relevant sabjeot, they should certainly be ancoura, ec to do so* 
they should not bo subs diaec by us, since a ay one mo is good 
nnou h for tills pro rare will have no ui .fioalty in obtaining 
a fellowship or ass intent# hip* Others nay take their military 
training after the -achelor’* Dagree* (A proposed arrangement 
with the ar». d forces will be descr.o^i in Tab 1.) 


HI* t&'Hli lhAlaihU 


The purpose oi basic training ir to give the selectee the 
beeic skills eaa knowledge neeeeeary to an intelii enoe officer* 
under present cond.lt ions, with ta© Table of Organisation only 
about half full* training wust be kept as short as possible* in 
order that the selectees nay be absorbed in the Agency at the 
earliest possible date. 


The entire course oi basic training described below is at 
present available only to career corps saleetees* but as soon 
as the demands oi the offices become leas pressing* it will be 
offered to all new professional eraployeas. 

The training program must be controlled and expanded in such 
a way that Instruction will always be given bgr experts who are 
wall qualified either by experience in the field* or by long study 
of the subject* Under no conditions will canned lectures nor 
teaching fToe a mutual be permitted. 

A* Sasic training for Career corps selectees* already in 
operation, or to be established immediately* 
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1. Before selectee* enter on duty, they will 

been clearly iniorsed that they are net an elite 
corps, am that their future la the Agency depends 
oo their perforeence. rurthor training and pre- 
ferential treatment will result only fro» selection 
through the procedures described in V. 

2, The basic course for selectee# will lest twelve 
weeks end will be oi fared thrice yearly, July, 
October and March. Xt will be uoei, ned to lve 
the student* the folio- in kaowlodte skills * 

a. int* : .ndaman: sis o Hus' ian, and an oleean- 
tary knowledge of the ' oviet area. These 
arc- oesic tools under present circuinstancee. 
students already cowoe tent in Russian will 
be given other lan «ape training. The «oro» 
ia.,s will be devoted to this course. (Tab £)• 


b. the fundaaentals oi intelll erica, atic to 
all offices, but not «pecial to any. They 
will learn tat place oi tiA in the total 
inalli.eace an. overcmenlal structure. They 
will acquire such skills an-, cone apt# as are 
necessary to all intelligence oi fleers. 
Considerable attention will be .-Ivon to the 
study oi problems. I no curriculum will in- 
clude training in raoic reaoin ; ano comprehension, 
and in precis wrxtin., designed together to 
speed tne nroceevin of documents, an. to 
improve the quality and clarity oi writing. 

The afternoons will be devoted to this 
course, either during or at the end of this 
course, selectees will at tern the L LA 
Orientation an-, indoctrination Couipe, or its 
equivalent, (A description oi t»e i.ntelli- 
««ace tralniu i* iven in Tab , ,) 

3. Throughout tneir training, selectee# will be con- 
tinuously assessed by their instructors and other 
senders of the training office, in order to 
determine their quality and the type of work 
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for which they ere Initially boat suited. 

Una* tin factory candidates will disalseed* 
(Tab u)« 

it* At the and of their basic training, selec t e es 
vUl ba placed within the Agency, either in a 
regular or a tralnin slot* ( ea IV*) 


d* Proposed expansion oj basic training, tc oa iaplenented 
as the Table ol Organisation fill? aao the aseand for 
speedy release of personnel weakens* 

1* El.ameatary area pre- rajas; about three nontftr in 
duration* ("ee vl, c.) 

2* An advanced course In huasian and other Slavonic 
languages for solectoor who ajroany have a basic 
know led e of Hus-ian, and courses in Semitic and 
oriental languages. (*«« vl, 8.) 


IV. mniAL PLACET 


Trte » alec tea’ s Initial assignment ir oi ;r<*at iaportance, 
not only in terns of his own cevelofnieat , but of the sf tlcisncy 
of the offices and th* Agency as a whole* 

hvery effort will be Bade to place the selectee in tae 
soet suitable position available, Sis academic ana other quali- 
fications will ba studied, his personality and aptitudes will 
ba assessed, and hi* interest* will be ascertained. Hie arfonaanc# 
in basic training uill play an i portani part in the nature and 
level of his placement. 

Assistant irector* and their representatives will be invited 
to interview appropriate saleotees late in the trainin. period, 
and to express interest, or lack thereof, until the selectee is 
placed in an appropriate office and a suitable posiUon. 

II the criteria - or ralectaon anti ih« procea * 5 of recruitseot 
wo**© perfect, there would be so problems of placement, sin ce 
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ths y are probably sot, pmlaiw should bo Hdt for a wy 
faw training slots in the fable of Organisation of each Office, 
to be used for selectees, ar well as for rotation of Career 
Corps personnel, as described below (VI). These slats will 
have the further advantage of taking up slack when there is 
a temporary leek of spaaingi la particular ostagoriee. The 
Directors of Training and Personnel should ha authorised 
jointly to plane selectees in training slots, after consultation 
with ths Assistant Director. (The necessary change# in the 
Table# of Organisation are described in Tab a.) 


do selectee nay iwmein in one training slot for sore then 
six months, at the end of which he Must either be absorbed 
into the regular Table of Organisation of the Office, absorbed 
elsewhere in the Agency, either In a regular or training slot 
in another Office, or dismissed at the joint discretion of 
the Directors of Training and Personnel. In offices where 
rotation ef new personnel is customary, it may be found desirable 
to move selectees through a logical succession of training 
slate within the office before thsgr are initially placed, but 
only with the consent of ths Assistant t dreotor concerned. 

Tour to six soothe after the initial placement in a regular 
•let, a representative of the Office of Training will request 
the supervisor of the selectee to sake s preliminary evaluation 
of his work. This evaluation will confirm or contradict the 
original evaluation, selection end placement of the individual, 
and may lead to a change in the criteria for selection and 
methods of recruitment, it will provide a means ef evaluating 
basic training, and grounds for modifying training whan necessary 
It will also reveal obvious misfits, who will be either moved 
or cismlsoed. (Tab G). 

Oboo a selectee is pissed in a regular slot, his future will 
depend an his’ performance. Personnel will have the same interest 
in him that it does in all employees, but Training, except far 
the evaluation first mentioned, will become interested in him 
again only when he emerges, if he dees, as a candidate for the 
Career Corps after two year s in the Agency. (fee V)y 
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* 


V. IDglfr IF IC ATIOh Of PARSER corps 


Nsxi to initial selection, tha moat critical problem 
in tha Cara ar UevmlojmMnt Program la tha early and accurata 
identification of tha Carear Corps. Tha C araar Corps ia 
composed of nan and women of superior ability and performance 
and includaa specialists, who ara outstanding in a slngla 
office, and generalists, who ara willing and able to fill 
important executive positions that involve the whole Agency 
in (»ia way or mother. (A more detailed discussion la given 
in Tab I.) 

A. All Agency personnel in grades from 03-9 through 
OS-13, who have bean on duty for at least two 
years, and who ara under 1*5 for tha first year this 
program ia in operation, and under 1*0 thereafter, 
will be studied annually by Personnel to identify 
' those who have high potential for Career Develop- 
ment through further training and rotation. 

The group, OS-9 through 3S-13* is of manageable 
alee and ia capable of cloae study. 

Justification for these grades t Professional 
personnel who have not advanced to 06-? in two ye are 
under current practices of promotion, are of low 
potential. It ia further assumed that 0S-ll*'s and 
above are already careerists, well established and 
professionally competent, so recognised by their 
superiors, and for whom further training may be 
da sir able | or else fell Into categories that would 
make further training impractical or unnecessary, 
that 1st 

1. Too old to profit from training 

2. Mediocre or incompetent 

3» fhitaide experts, here for emergency only 

Nevertheless, for the first year that this program 
is in operation, it will be necessary to study 
personnel 33-11* and above, to determine which of them 
should be considered me#fc>«rs of the Career Corps. 
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3, The Carver Carps trill be identified •« follows: 

1. Appraisal by supervisors trill be combined with 
age and grade, am! graphically represented, to 
reveal those eh© stand out. (Detailed dia- 
cuaaion of this procedure sill be found in Tab I.) 

?• the prel i e in a r y group thus selected will undergo 
testing sad evaluation designed to reveal: 

a. aptitude potential for improvement) 
fe» ixtolUgaaoe , aptitude, and personality) 

•• keowledge of tho intelligence proeess) 
d. ability to work free evidanoe in an 
iatolllgeaoa problem; 

•• knowledge of current affairs, together 
with historical and eeoncedLc back- 
ground; end 

f • ability te lean: languages 

(The procedure will be ctt.se cased in Tab J.) 

For two years, or until tho career pragma i§ 
accepted by the Agency, end particularly by the 
Assistant Directors, who will lose eoete good sen 
frow their offices, it will be necessary to emit 
all employees 0; 9*- 13 to take the tests if they 
wish, as a check on the evaluation. Allowance 
swat be made throughout this procsss for different 
levels ef performance at the various grades end 
by persons with different kinds and amounts of 
sorvieo. 

3* Or the basis ef the evaluation* and the tests, 

% small group of potential generalists will be 
eeleeted by Personnel, who will appear before a 
Board of Examination and review (Tab I, P action 
A), composed of tho Director of Central Into 111- 
genee or his representative, the Director of 
Training or his representative, the Assistant 
Director ef the Office involved or his represent*- 
tive, the Director of Personnel or his representa- 
tive, and other appropriate persona. The board, 
through interviews and any other means it wishes 
te employ, will make a final judgment and will 
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in particular seek to identify the Generalist* 
(C, t) . Employees who in obviously well 
qualified specialists nood not appear baforo 
the Board. 


C# The sucmssJw steps in tho process of evaluetion, 
tootir^ and assessment, and interview will divide 
personnel into five principal groups < 

1. Those who should be clralssed for inefficiency. 

2* Those wlu ahculd be tru^fimd to other slots, 
wore suited to thsir aptitudse'. 

3. Tboo# who axe satisfactory la their present 

positions, tot whose potential or age do not 
Justify further training or rotation. 

**• ipsclalists who are highly satisfactory In their 
present position, whose desires end aptitudes 
Indicate that they should stay In that sort of 
wort, and whose potential Justifies farther 
training and promotion, fees of this group nay 
becos* Assistant r i roe tors, but they will retain 
in their original Offices. 

Generalists who are highly satisfactory in their 
present positions, but whose aptitudes and is* 
te rests Justify extensive training and rotation 
throughout tho Agency, to proper* then for Agency, 
wide jobsj and olhrr positions of great respon- 
sibility. 

B. The specialist! and generaH&ts are the Career Corps, 
^election for the Career Corps does not nsan ianedlate 
promotion, but greeter opportunity. 
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TI. TaAlUlMS 3? CARifba COSPS S^aCXALlSYg, 


Tha purr.,™ of «r~r tr^lag for rp.ci.ls.to J “ 

SfSTSm ‘,SX. ™.t 

** r j *v-* mmahI nUtf^ for tra ining *» Special i»t* wiii 
assured that psreoenax "***■■• * ♦H-Ithe* -nr ^ ^ leant 

”££)£ of th. Coroor Carp. rowed 

poaad training * 0 specialists will becoae Asaietsnt 

rotation H). -«• *»• g*?* ^ ^ miisble. 

Dirac tors, a broad rariaty of tr^nine wixx 
Fro grans will ba tailorad to iadiridual naada. 

th» train! or nay b. da.ipnbd to impart a.. akillk and 
knamiS™ w wfrlZ and inpw. arl.tin* .kill, and teo^dja, 
S^i^tTiTt STlndlyidSTout of a rut by a Oban™ of 
Su££n?a5 conaantratlon. Tb. 1-t 111 b. - P«rtU«lar 
to^ata. aci.nti.ta m libr«ri«». *>a 

S «r^ti^ *Sl*, farl^uM ST™ y d 

£,sxr^ -^Sr sirsss- «.*• *** 

Dirac tor and hia Board of fleeiew (Tab I, Saetion Ay. 

c j> fKajjiB objectless nay be accomplished by tra tiling 

.i ^r i^ r ri’t ..ubi«b.d «mm» u» **>»?. 

C .Sr‘. S ,« ^ S «bi^ W umwralti... Indu.tria. f oih.r 

r4oci.a, or by trawl. U °* "*** 1<m 

and training is discussad in fab »•/ 

A Tha advanced intalliganca course will ba af salua to 
nSIrly^al in thi. yroup, wrtieularly th. l.« 
experienced (Tab 1*} • 

B. Tha siwplest probla* is toe acquisition of a language. 
When there ia coos iderabl* a*«and for a language* 
inatruaticn car b. Wndlad ~at acab.ac.lly by arran,- 
in* with an institute or university to sat up the 
required language training for tha group, .pmyu a ga 
training wiU ba aat up within the Agency for thoaa 
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*10 sennet bo trained out* Ido because of tbo demands 
of their dutioa here, oar booouoo of security. In tbo 
oooo of lmguages for vbieh thoro Is scattered demand, 
instruction eon boat bo arranged through oitaide 
institutions, preferably local, on on individual basis. 

Tbo bast way to study a language is full tins, 
vi th cjsqploto lease of abooaoo frees other duties. 
Compromises my bo nods, but only at tbo cost of 
efficiency sad spood (Tab H ) . 

C. Someubat mors complicated is tbo problem of aree study. 
Two elementary ores program should bs sstoblishod, 
preferably in local educational institutions, or within 
tbo Aganoyj am on tbo European orbit of tbo USSR, end 
om on Chins and tbs Far Seat. For aoro advancod study, 
and for study of other arose, trainees mot bo sent to 
ecadomlc institutions. Existing resources ore being 
studied, with tbo help of tbo Social Science Research 
Council. In o very few cases, such study my bo 
accomplished in o summer session, but in most instances, 
an academic year or even two will be required (Tab ?). 

D« Tbs Office of Scientific Intelligence bos o particular 
need for a program on Soviet Science, combined with 
ores study, sad the offset of sc tones and technology on 
International relations. This question is being studied. 
The purpose my be accomplished in or out of tbo Agency. 
Such s program should also be useful to the Office of 
Research and Reports (Tab P), 

E. A course on economic intelligence, end lie use in 
Support of ocensmlc warfare sad operations will be 
developed. 

F. Scientists, economists, and other specialists will be 
sent to universities, either as student# or as research 
associates, to increase their substantive knowledge, or 
to sorry out research, or simply for prefessiamel re- 
freshing (Tab P). 

Q. In many cases training in an industry, foundation or 
laboratory will be more useful to scientists, econo- 
mists, and other specialists then university training 
(Tab P). 
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K* In soma UNi| tnnl and study in an appropriate and 
feasible area will ba tha most desirable program, 
whether for training or refreshing. This night soae- 
tines be accomplished through rotation in one of Me 
operational offices (Tab K). 

I. Rotation within the Agency, through use of train* 
ing slots in the off 1 ms, will be desirable in cases 
where the work of an individual is or will be closely 
connected with that of another office, but in all 
eases the purpose of such training will be to make 
the trainee wore competent in his own office, to which 
he will return (Tab K) . 

J. With the cooperation of Office of Scientific 
Intelligence, short courses in the present knowledge 
and capacities of Soviet scientists in the various 
fields, and of tha present and potential capacities 
of Soviet weapons should ba established, not only to 
increase knowledge, but to overcome sons of the super- 
ficial contempt for Soviet science that is current. 
These courses Mould be open to personnel from other 
intelligence agencies. 


VI1 > T3AINIH0 OF CARb.gR CORPS ObWERALiSTS 


General 1st 8 (V,C,5j) sre those eery rare individuals who 
have tha capacity to bring together many aspects and branches 
of the intelligence problem and organisation, and wish to do so. 
Thair need la not for special lead training, but for increasing 
areas of responsibility and experience on the one hand, and for 
rotational experience within the Agency, as well as in other 
intelligence agencies and other governmental agencies which have 
■utual intelligence needs. 

Vfoaraaa tha purpose of Specialist Career Training ia to 
produce better Special lets, there is considerable doubt that any 
particular effort should be made to improve the special skills 
of the Generalists, excapting to broaden thair language ability. 
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lnflntn their fint hud knoidjdp of liportint fonlgn “T**? t 
*nd to give the* enough experience in the various offices of the 
Ajoney and other intelligence agencies ao that thay can u nd er- 
atand their products, and know their limitations and capacities. 

Therefore, while a ai$i percents^ of this group will have 
be nefited aa Specialists from the sort of training described in 
71 , b « for « ***• been identified aa Generalists, an entirely 
new emphasis wust subsequently be placed on their career develop- 
ment. The purpose of their training is to produce Directors of 
Central Intelligence, Deputy Directors of Central Intelligence, 
Assistant Directors, end Deputy Assistant Directors, assistants 
to the Director, we&tera of the National Estimates Board and 
other key people. (A sample plan of rotation and training la 
presented in Teb H.j 

A. Cn the academic side, the first need is for a national 
intelligence course, not only for this group, but for 
the personnel of other intelli-snce agencies (Tab ft), 

B. Generalists should be rotated throughout the Agency, 
by means of training slots (Tab H), 

C. They ahould also attend the National War College. 

Naval War College, industrial college, participate 
as members of the -taff of, or attend the General 
Mtaff and Intelligence Schools of the Armed Forces 
end the Foreign Service Institute of the State 
Department (Tab N; . 

D. During, before or after the period of rotation within 
the Agency, trainees should serve long enough (at 
least one or two years) in one or more ef the intelli- 
gence or operational agencies of National Security 
Council Staff, State, Navy, Army, or Air Force to 
understand their methods and objectives. 

*• 7itm * hould flven the trainee for study of foreign 
intelligence system, both friendly and unfriendly. 
Materials In the possession of the Agency will be 
made available through th* Office of Training. 

At the end of the period, the trainee ahould be ready for 
positions of great responsibility on the level of Deputy Assistant 
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Director end Artie tent Director, and after experience on that 
level, to serve on the iumsdiate staff of the Director or 
Deputy Director, and finally for Deputy Director of Central 
Intelligence and Director of Central Intelligence. 


Dpt** Job* in the Agency fall into four categories! 
technical, administrative, overt analytical and research, 
and covert operations and collection. Specialists should be 
rotated within one of these groups, but not among them. Tha 
above has bean written on the assumption that it is possible to 
find General 1st* capable of understanding each office, though 
not necessarily of special iaing in ita work. 
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TAB A 

SPECIFIC CRITERIA FOR 2XZTIAL SELECT** 
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TAB A 


f-PfOXFIC CRITERIA FOR INITIAL SKLECTICi 


(Figures based on Agency needs end on inforaetion 
supplied by Assistant liroctors.) 


Out of any group of 100 seleetees, there should be about! 

38 College graduates with fields of eon- 
cant rati on that bear sons relationship 
to reality. Of these: 

2lt should be potential operators 

h should have unusual language training 

10 should be able to type 

A few should be administrators , 

$ Engineers, with sons experience in production 

7 Ll.B.'s, preferably with undergraduate Majors 
in Social "dances. Arse ' todies, or Inter- 
national Relations « A few should be adminis- 
trators. 

50 Ph.r.’8 or graduate students who have not 

completed the ”h.D., but have progressed far 
enough eo that they have actual resaarch 
training and experience. Of these* 

It in Political : dunce, Sociology, History 
or International Relations 
7 in Fconoedcs 

12 in Area Studies 

3 in ftodarn Languages 

5 in Physical and Biological clenoaa 

1? in these or other fields, provided they 

have strong contanporary interests, and 
are Interested in concrete queetiens 
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In view of existing shortages, the nuabers of 
•eonwlits, scientists, and area specialists recruited 
for the costing year should exceed these figures* 
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ttB 1 

LIST OP IKSTITOTIOUT IM tfHICH COKRACTS 
SHOULD m ESTABLISHED 
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ua c 

testh© a id assssswr or cairjieatr selectees 
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25X1 


It l a not contemplated that 


will find any great difficulty in netting up 

an orderly and efficient schedule of testing program 
throughout the country three time each year* Perhaps 
during the first year there sill be a slight amount 
of confusion, but (haring the following years the 
testing progress should prose of no great difficulty, 
especially if there is e o mem In the Of flea af Treini 


f 


designated to coordinate , 

actiritiee. Their big job will be to develop, revise 
standardise, and validate teats, questionnaires end 
techniques related to the objective testing, prog ran* 

I' hey -ill need to expend considerable effort in this 
direction during the first two years. After this, they 
will have to devote substantial Hunkers of research 


Hours each year to hooping the testa, questionnaires 
and techniques up to date by incorporating research 
findings in the battery. If the job is properly dene, 
mre cr lees as outlined, C.A -ill have s wore oowpre- 
hsneive end objective battery of tests then Is being 
used by the Foreign terries or any of the Military 


services. In term of economy, it would wean that the 
Assessment Team would not -mate their more expensive 
mm- hours In assessing candidates who are unqualified 
for crA. 


25X1 


25X1 


II. A^&SSHENT PRI€fe TO * IWtf, ^tfcCTION 

During world War II the British developed, through the war 
Office Selection Boards, e new type of sclent 1 fie personnel 
selection known as assessment. In the War Office ‘election 
Boards the person being assessed was asked to carry oat a variety 
of practical problem in rail- life situations. He -as obse r v ed 
and tested by military officart, psychologists, psychiatrists 
and the commanding officer of the ■ elactlon-Assessmnt ' chad, 
drier to the establishment of the British elect Ion-Assessment 
chool, five wit of ten persons failed to s ucse i gf ully complete 
training schools in ; Gotland, even though these prospective in- 
tellitence officers had been presumably well-screened by their 
recruiters. After the establishment of the < election- Assessment 
* ehool, through which students were required to ge before entering 
training, only one studs nt out of ten failed to complete the 
course successfully. 
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r v urpoe« and i'rtuciplaa 


It is planaad to um a Modified sad limited set-up 
in the Office of Training to aaeesa caned date selectees 
for Important psychological qualities which cannot be 
tapped by means of pa per-end-penc 11 ob joe tire- type 
teats. The testing program will be used to measure 
the candidate’ s Mental and intellectual fitaeaa for 
research; the arsessaent will reveal hi*- psyeholo&ieal 
fitnese for executive end or*.- rational poets. The 
sasesvMsnt procedures will attempt to etasure character- 
istiec of the applicant each aai 
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B. 

25X1 


25X1 


Them and may other characteristics , which will 
bm oh wmd in tin asses rasnt process, ere inportent 
la the training and plaeammt of a person in this 
Agency. 

25X1 


[ 


Tho Asacssoo nt Tom will study the| 

rwrultw on tho applicants prior to 


thoir os cos moat, loo lading tho stetistlee and toot 
profiles, tho Biographic useticaaeim and tho 
written Intend.* Questionnaire. Tho psychologist 
on tho Assesseent Toon will study and anaiywe all 
tho findings oa tho applicant and bo for* tho appli- 
oaat*a arrival will lay oat as far as practicable an 
aaaoaonont pragma for hi* to toko into ac coast his 
opooiol into roots, attitudes, netlmtioas and work 
skills. Ttw candidates will bo aooassod in groupo 
of four to six, over o ported of two day*. Tho two- 
day oaeoosnont pragma will ho gone roily as felleoot 


1. First Day 


jirajEUflM « 

two-<hqr prog ran. 


tho aoturo of tho 


b. Individual prolloinary intenriow with 
tho poyia»Idciat« 


e. 


Prow I locust log* ^wUents, sitting 
Infornaily around a table, choose a topic 
of current interest and discuss it. 
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Tb* rest of tbo day is span- by the applicant in 
talking with staff swears of tbo Office ©f Training, 
the Personnel T iris ion, or with members of other Offices 

who have iafinlts interests iii the applicant*® skills 
aiid potential, 'Turing this time adsini strati re Hatters 

anvi nodical exani nations can b** taken care of. 


It should be sapha aiaei that the r “t i - "rrant progrsa 
i* highly flexible so that psychologists can trots acre 
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individual atUnklea to tha Iwportant or difficult 
I® fchooo sum whom it dota not appear 
lilwljr that the candidal* will qaallfy aa a soleetes, 
the can dl data will ba referred during tha aaoond 
to arsoanal roeur— t far passible pise— ant 
ala— he— la the • If this — wnat be arranged 

duxlag tha aeoecKi day, it will be dona daring tha 
third day, if tha candidate la able to stay ewer* 

In sons Instances the fc a ae s— ea t Ta— will have 
to carry — t its pragma away fr— Washington to salt 
the oes—n loses of applicants, bet aa —ah aa p— aibla 
tha aa— a— ante should ba dona In Washington* 

rflthin forly-aight hours after ecatpletion of tha 
as eos— nt pregraa a coordinated, staff asaes a— nt 
—port — the candidate will be sent to the l imeter 
of Training to aid hi* in (a) waking tha final daem- 
on tha candidate's selection, and (b) — sting oat a 
training progr— to develop tha candidate's potential 
noat effectively. This assesswent —port will also 
b# used later by the chief instructors and tha arnica, 
ti— psychologist to plan further training for the 
selectee. 


4 
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AMOQgttKTS MTB ASMBD FORCifcS FCt 

mnm» or skubovxes 
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TAB D 


ABRAmmmNTS WITH ARMED FORCES fm TRA1MINU of oBIECTiES 


This Tab will ba written when negotiations 
with the Department of Defense are successfully 

completed. 
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TAB 5 

1AMQDA02 FROBRAH POP SXL8CT8E5 

i 


i 
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TAE t 


LAJilOAJc. PRiXKAH F** S£L*CTzhS 


(bee sum of the currant needs of the Agency, the course presently 
being established is Russian. The sane methods can be used for 
other languages.) 


A. Drganigation 

•dumber of students in each group — — — - — 20-3C 

f-engfch of c ouree — — 12 ueeka 

Hour senedule------ 20 hours per eeekj 

8 A.. Ci. - 12 Moon 
Monday throu^t Friday 


B. Program of instruction 


(1) Descriptive grammar and theory — — 2 hours weekly 

(21* hours; 

(2) Group drill - phenol gy, spoken language, 

realing drills 3 hours meekly 

(96 hours) 

(3) Individual laboratory drill for spoken 

end written language 10 hours weekly 

(120 hours} 


Cm Objective. 

(1; Foundation for proficiency in use of spoken language 
and witten language* 

(2) Basic knowledge of phonology, structure, and r,raiamar. 
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(3) Active non-cognata vocabulary for everyday lie 
si tuationa - approximately IjeL words. 

' sssive recognition knowledge of cognate vocabulary - 

neweaper level, 70C wards. 

(Si essential verba and declension forma. 


U. ejects v es 

At the end of this period, the average student should 
be aisle to use the spoken language with reasonable fljency, 
anti with oral accuracy so that he can be readily understood. 

Hia oral skill will bs limited to everyday life situations, 
with a spontaneous active vocabulary of sone 1,00 words. is 
audi tory recognition skill should be much broader, covering 
possibly 75a words. 


£. Follow-Up 


After this foundation course, selected students should 
bo directed to continue tnwix language training at the rate 
of five weekly hours of laboratory drill in the CiA Language 
School Laboratory to increase their skill in the use of the 
spoken and written language. t» additional hour per week 
should be provided for remedial end corrective linguistic 
analysis. If this in-service internal training program ia 
continued at the rate indicated for about 13 Months, the 
student should have a good active command of the language. 

in-eerrice training can be focused on the acquisition 
of specialised terminology in various technical fields to be 
established in consultation with th® several offices. 
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TAB F 


THE BASIC TRA2XIM0 FRCQRAH OF f BE CIA 
imLLZBSXCE SCHOOL 


4 



Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 



Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


TAB F 

TH i BASIC TRAI8ING IglOQjUM T TH CIA IV. T£L' MiWCb SOi-'i ;L 


A. D^CQFSIOS 

The basic training of this school is designed to girt ths 
sslsctss ths knowledge sad skills basic to Intelligence. 

The pro grew will raisin flexible , so that it nay be tailored 
to suit the needs of each new gro:p. The early courses 
cannot turn out finished intelligence officers. The 
graduates will enter their job* better prepared than hereto- 
fore. 

B. PR "GUAM 


The program will consist of» 

(1} Necessary lectures on orientation , mission and 
security. 

(2) Structure of U. S. Government and CiA'S role 
therein. 

(3) Missions of Intelligence Advisory Committee 
Agencies. 

(1*) Organisation of CIA. 

( 5 ) Lectures on the World Situation, foreign Policy, 
the Soviet Government, History, etc. 

(6) Methods employed in intelligence. 

The tentative twelve week program will be interspersed with 
problems and training films, and selections for readings in 
foreign languages. 
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tab 0 

mUJATIC* or SELECTEES CBI1 BASIC TKAZVZMC 
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TA b 0 

EfAMAfi A >y SfeJ.fetTf.feS L'L*S1'»3 YRAIMIMQ 


Each select#* will b* subject* ci to * running evaluation 
during Basic Training in order to systematise, verify and extend 
the knowledge of his aptitudes obtained by testing and asseesowmt 
prior to his employment (Tab C) t and to determine his potential 
so that he nay beat be trained and placed* rfithin six nontha 
after a selectee has been placed, :Aa supervisor will be asked to 
evaluate him. 

A* feral aat ion during Training 

The Evaluation Psychologist, tha Chief Instructor, 
and the Instructors will periodically rate each student in 
terms of performance in courses, personality, and ranking 
in comparison with other students, in order to determine 
his outstanding strengths and weaknesses. 

The following rating system will be used* 

i’ercantila 


Ratings 


Definitions of Racings 

Equivalents 

Superior 

t 

An extremely outstanding performance 

93-1 Aj 

Excellent 

* 

In outstanding performance, definite 




ly above average 

35- n 

Satisfactory : 

Requirements mt without distinction 

50-31* 

Mediocre 

t 

Minimum requirements barwly met 

16—1*9 

Poor 

t 

A deficient performance, infinitely 




below average 

>15 

Failure 

t 

Art extrarwly deficient performance 

0-2 


ROTE* The derivation of tha ratings frojs the norsial distribution 
eiSrva does not imply that the students would be marked “on the 
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curve* — which is an arbitrary statistical interpretation 
of human variability. The students will be rated in terms 
of thsir ability to hold career jots in the Agency* In 
•om classes it is conceivable th«t all students will 
qualify. It would be spurious, therefore, to fail some 
of the* merely to conform to the iniquitous practice of 
marking on the curve. 

Students rated low will be carefully studied to determine 
whether they can be improve*.. , or should be dismissed. 

A final evaluation will be sent to the bireetor of Training, 
and will be used as one of the bases for initial placement. 

B. Evaluation after Initial Placement 


Supervisors of selectees will be asked to evaluate toe* 
from four to six months after initial placement. The 
evaluations will be studied by the staffs of the office of 
Training and Personnel, as e check on selection, training 
end placement. Selectees wno present a problem at this 
stags will be carefully studied, to determine whether they 
should be pieced in another position, or dismissed. 

If e selectee undergoes an important change of position 
in hie first two years in the Agency, e similar evaluation 
will be made from four to six months ai'Wr the change. 
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TAB H 


HUMBER OF TRAINING SLOTS TO BA ADDED TO T/O 
Of EACH OFFICE 
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TAB X 


IDWTIFICAflO* Of CAB Kft CORPS* 

HkHkmmm p mxMn 


uwtm 
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Tab I 


IMETIlICATlOh 0? CAKjjjgl COUPS » CAKEJR MAKAOEfeETf WiiAlf 


In this wtndy of oar ear or nana ement development there 
la carried forward the conception of a United and elite group 
implied in General letter to The Honorable John NcClay, 

17 March 1951* Ita procedures and techniques are directed to 
the Identification of the Career Corps. The ticket of aCbsisrlon 
to the group is ceesonetrated ability on the job. The following 
are proposed* 

1. The formation of a Board for xandnatien and Review at 
the Director- Deputy Director level of the Agency and 
Soar'd* of Review at the Office level, (faction A) 

2. Animal appraisal of employees by th~ir supervisors 
and/or a^oelatee (Section l) to take place aiainst 
developing Job-r>«rf ormrtc g requirement* .faction 0), 

3. Heetrlction to non-clerical -ersonnel in the Of, 9-13 
level inclusive, i.e., the meet likely career -roup. 

The rationale for thia position la set forth In 
faction P. 

I 4 . Erqjhaeis away frost rating (the Civil Service ooncept) 
and directed toward what the employee cam do and what 
■ay be done to Improve and prepare him' or her for 
higher level service. 

5 . The first step objective Is to train and ground super- 
visor* in appraisal technique j the second step objective 
le to identify pools or Inventory of •Potential * (see 
Section E) for discussion of possible application of 
the du°WKt Company "ektsemer chart" technique) f with 
the final objective, a job-rotation program (Section 
C, 2) for Identified potential as and when the tight 
manpower condition can be relieved. 

Given the manpower ehortace of today. It Is felt that this 
Agency can 111 afford either inadvertently, or mere important 
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through lack of training, to overlook the "potential* now on 
board# Is addition the program should benefit morale, aid 
reenitiwsnt, and aharpen-ap Use application of training lacili- 
ties { faction F)# 


Tni* study has gro^n out o i the con* i deration of sow) ten or 
tMslva comparable industrial plans, t-ose of Ai r iraraa ano Navyj 
and a nrriw of certain "status and efficiency" and other re- 
ports in being or conteaplated in the Agency (Section o ) . 


It Is recommended that the pro: ram be administered by s 
Career L erelopawnr, taff, and that a nan, experienced In this 
fialc, ba brought la and supported lay an adequate staff# 


The tie-in of this pro : raw to the Career Corps electee 
Program and to Poreoonal I m card system is set forth in 
Factions H and I# 


*« aaarttfe) ef hacamiaatloa and Revise 

A first raquirecaant for euceees of tn« prograa is active 
tap eehelon support# this requires that tue Front Office and 
the Assistant Directors on whose Offices the program i pinges 
understand the objectives of the program end give it their 
hooking. 


with this backing forthconln , it is c reposed that a board 
of j c a a l n a t lon and Heview be formed at the ulrecter-i deputy 
Director level of the A enoy. Hits top-level CosHittee could 
sit annually. The function of tils sard is set forth in £ action 
V, B, 3 of tne discussion# 

dslow this board each 0 fios will have its Board of Movie*. 
Its Chairman coulu be the ;Of*ity Assistant director | the Train- 
ing liaison Officer of each O.fice could be Secretary# Those 
boards will sit as need arises# 


The function of these boards, workin. with the Career levelop* 
went ftaff is*- 

1# Develop broad requirwsent* for effective performance 
at those levels of administrative, professional and 
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technical coapetence contemplated in t *s proposed 
pro ran. The objective! ; & more collet e under- 

standing of the fundamentals which sake for eup^rlor 
performance In each category and at each level of 
effort. 

2, Measure trie indi' ieual against the job requlreaoa 
of the level in w ich he operate* and at tho rsxt 
higher level . 

3, In cooperation with the Office of Srainin,, acting 
through the Training liaison Officer, develop lam- 
proved training procedures and apt Ilea tions. 

ii. In cooperation with the Office of Training and Per- 
sonnel, to plan logical divisional, Intra-Office and 
Inter-0 :f ice rotational circuit* and promotions • 

It is believed that the effect ol the proposed board etructuro 
would be to stimulate recognition ana envelopment of ability. 



B* Appraisal 

1* Appraisal and Proposed Application 

The proposed procedure anc technique of periodic 
appraisal of an employee by hi* eupervieor 1* dee me d 
primarily a managerial tool to be lin administered. 

It follow*, the ig that the method should oe* 

a. beared to and reflect the peculiar problem* 
of the Agency and it* individual Office*) 
and 

b. Deoerrtraliaed, 1.*., the supervisor limited 
to an appraisal of those he know* or has 
contact with personally. 

2* Appraisal Technique* 

The purpose of vary in, appraisal techniques is identical* 
to force the supervisor to think in an orderly fashion 
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about the people under him, to the end that the 
appraisal* be moa-iin s fia. 

In technical jargon the appraisal oust ha valid, 
i.s.j an accurate a»a*ur« of the abilities It U 
supposed to neeswrs, and reliable, l«i t , Measure 
the same ability ewi-iaotly, actually appraiaala 
arc likely to be inaccurate, stereotyped arse exhibit 
halo affect", i.e., a favorahl appraisal tr- filming 
frwa personal predile etion rather than trm objective 
analysis. 


In an effort to reach objectivity two tochnioue* are 
currently developing, the Apple/ technique anu the 
* forced choica" technique. 


rae Apple/ technique ir employed in the etroit Edison 
Plan, iara, come four supervisors who knot; the indi- 
vidual and hi# work ait as a penal, with a repreaematira 
of mnagenani develepmen. staff sitting-in as coach 
and »<k exator. 


In the reread choice tachniquo the supervisor is forced 
to choose between too or more statements aa most or 
least descriptive of the indivioual. Rating as to 
determinate traits or character la ties is than derived 
by statistically w e i ght ing tha reaponaaa to the aany 
altamate*. The end product ie, theoretically, an 
accurate an valid appraisal in which "halo effect* 
mad other aberretlooe are eliminated. 

Thia technique, unfortunately, has tha disadvantage 
*mem. to all ecdaa (It encdqy* a coda in tha form 
«f a statistical weighting), i.e., it loses its 
effectiveness ehan the code is broken. In practice 
this happens, nupervieore soaasr sr later becom e 
aware of "p^f-off* alternates and are guided accordingly. 


for these reasons the forced choica technique is re— 
jectad here, aa la the panel or Appley teohnlque, 
largely because it woulu appear that tha staff work 
required would be prohibitive. 


• b • 
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3* Appraisal » ora 

iha ultiaata appraisal or evaluation j on> to oa used 
ia the Giiioae *111 oe work>id out egr the Chief of the 
Career oevelopneet Staff sup. orbed by c/«petaat 
tachaical help and in cope ration with the Off lean, 
woridiiL thr ough the Ira ialfe dixieon Oil leer, who as 
euggeeted above, would be a jwsaoer m the. ■'ceiTd of 
Review of urn Oifiea in question. 

inaro ia attached herewith, however, a proposed ;ora 
Toe thinkJLxt behinu it is based on th« thoair that"" - 
validity, reliability, ai lack of “halo effect* can 
beat be acuisved by tying the appraisal alaaaly to 
specific job raquirtuesnt* both at pria&ry anu advanced 
levels of competence! a practice which has founo ex- 
pression at primary levels in practice ia the a overt 
of fleet (Fern Sl-53, State* ami Xficiency Report*). 

Ism ior» itaclf is the heat exposition of t no ,,erkival 
tachulqua proposed. ih« ion# ia to be regarded as a 
prototype of general *»*thodj it is to be expected 
taut Uie low, in ilt detail, will be inouiftad ami 
reflxtwd in practice* 

lha form hee been peered to current navy procedures 
oi rating the xauivittial, not ae excellent, average, 
ate., but ae eujudged in the iret 101, next 20>, 
aidule u0> ate., compared "with ell others af tne 
sane^grada and Job fa*Uy *wooaa professional ablli- 
tiaa are known to yew personally.* it is telt that 
thia technique a*ain contributaa to the objectivity 
of the appraisal. 

Another feature ol the prop ose d fare is that rating 
the im-ivluual (in the Ancle hO$ ate.) aata aa a 
©©ordinate point on a eoale. It is believed that 
thi* ia ohn i quw has oartaiu advantages t 

a. The e-aployee’s perforaanoe and potentiality show 
«P visually aa a proxile. 
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b. A current ap; raisai can be compered with * prior 
apraisal tre*-in ?:: the r rior profile ami super** 
imposing it on to© c Treat profile, 

Ar toe profile ir placed on a seal* wnlcft it virtually 
li to 190 a* it is possible that an aggregate of scale 
points can be arrived at, .hie aggregate oi omts 
eight be used as a "bomis" factor whi h night aaka 
po* ibl» the applieatl n of tor nkimaaer technique, 

(: : oe ''action &,) 


iSotei lha question night properly 'be raised* toy has »ot one 
of toe mere orthodox Executive ievelopnewt appraisal ioro* been 
adopted. The reason* are two (a) tr*a mart.- objective the job 
criteria the sounder toe appraisal* and (b) it i* /all that toe 
usual forms lack validity in life* i.e,* tony portray tne *yth 
of the successful nan as conceived by ®en of success,) 


of. jaBtegfltt 

It is proposed that toe appraisal oi any «aplcy?-e be 
based on toe joint opinion of at l^ast two man who knew 
the .an and his work, there this proves i practical* 
it is suggested that the individual be asked to appraise 
Massif on the identical blank for®, toe supervisor 
*ay then cooper* the % praisal with his own, Any 
variants would be adjusted in a subsequent discussion 
with the essplcye® (see 5 below). 

The sin 1= appraiser* i»e«* to* iasvtoiat# supervisor 
(a* propose in tow ranel* report) is not believed 
to be in to* interests oi A «ncy morale, Regardless 
of the fairness one obj».etivity oi the supervisor* 
the employ e derives iar .vor* confluence if 'soru than 
on© individual sit* in jud asnt on him. 


5* yi>cu salon of the Appraisal with ii^plcaree 

to® a praisal should be discussed with the employee* 
Thus the Individual i? Ivan a chance to express his 
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Interest la advancement and to ive his opinion of 
his -vn training pared* . In tnir discus *loti f h oww i 
no proud sesshould oe and# to any individual or 
participant in the program. 

This discussion and interplay between supervisor <uxt 
subordinate helps brill*; cut the individual's apod 
qualities ano his tralnin. nee i # arm- thus ©jiawLes a 
supervisor to dlscharga his primary reopens i oillty , 

!•*•* that of people entrusted to his 

oars* As eaperienee tends to coni Ira the ohsersaU.cn 
that eaf&ogree* supervise as thogr have been supervised, 
this procedure should ultimately sneflt the whole 
organisation* 

Practically it is just «t till* point that the whole 
appraisal prooe#' c an bn slanted away from a ratirt 
concept arid directed toward determining what the individual 

can do and waat training oaa do to improve the 
iaa±viaual and prepare hi* for hi jaer leV^ service* 


6 - 

Appraisal wil l take place anousuly* 


C* dob Performance Criteria and otatlonal ■ ircults 

is^iiaafett, 

One of the primary requiremen tr for success of Uie 
proposed program Is to I 

a* L'Sia*jlish at the trln&ry (junior) level broad. 

job families that exhibit comparable performance 
criteria* 

b* develop specific criteria :or efieetlve performance 
in aach broad family at th* ; rimary level and at 
succeeding levels of eompoteaee and responsibility 

within the Agency* 
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The objective here is e basic understanding of the reel 
qualities that make for superior performance. Civil 
Sendee joo descriptions ere written pri eerily to 
justify certain GK levels , end are not always helpful. 

It is believed that a hopeful start has been made toward 
these requirements in the job families and job require* 
■salts which iina expression in the proposes appraisal 
fora ( Section a), it is anticipated that the hoards 
of iteview (lection A) working *ith the Career develop* 
■eat Staff will be instrumental in further developing 
and refining these criteria. This growth will take 
place throughi 

a. further stuqy of the education, experience ana 
knowledge require»ite/i u s in job families anc, for 
comparable jobs. 

b. A state went iron each member of a supervisory 
group ef the requirements to perform his job 
effectively; and o' what he requires in performance 
frost other supervisors who may be reporting to 

hi*. 

Answers to such studies, edited and sifted by the ooard* 
of Review sight well contribute to a sort; objective 
understanding of jeb performance criteria. 

It is, of course, far easier to cell ior meaningful 
criteria than to produce the*, particularly as one pro- 
ceed* up the scale of competence. let appraisal in 
the absolute or in vacuo results in a lack 01 objectivity 
ants induces a fussy irara* of reference in the appraiser. 

The development specific anc. adequate criteria, then, 
is vitally important to the success oi this program. 


2 * Rotational Circuit* 

The defining of job famUie*, as proposed above ana in 
the suggested appraisal form (Sect in a), is a first 


«* 8 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


*t*p la determining log ical rotation circuits. Thua 
it appear* illogical, at Junior or cron senior levels, 
to rotate to an ana lytical- research Job an Individual 
appraised as basically an operational type. It is 
only at higher echelons of coape tone# and responsibility 
that such rotation becomes feasible and fruitful. The 
devise suggested in the appraisal fora, in which rating 
on the basis of additive qualifications required for 
higher levels of competence, will, it is hoped, prove 
a useful tool in dote minim; fruitful rotations . 

Much further study will be required in this field. . uch 
etu<*y and the identification and fixing of sound job 
rotation circuits is a function of the hoar da of Review 
the Career Development taff, and the Office of Training. 


r * Application 

Discussion of Application in lepth 

This program should be restricted to the Of 9-13 level 
of non- clerical personnel. Again the thinking behind 
this proposal is that of restriction to a earner group 
in line with General • tilth's conception. 

The rationale for the selection of the G -9 level, as 
tha lowar limit in this program, follows. 

As one goes down the employee pyramid in a projira* of 
this kind, a law of dimlnishin, return eets in. More 
and mors appraisals are required but the chances of 
uncov ering "potential" are not proportionately im- 
proved. What one is really doing is spending currant 
lands (as a maasura of effort) for a hoped-for future 
return. By restricting the program to the proposed 
group, the Agency is assured maximum return on effort 
expanded. 


Many a program of this kind has been smothered to death 
■V, 1 *? ow " The proposed application cuts down 

weight. Method in this technique is only refined by 
trial-and-error. The approach herein proposed means 
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that eethod can oe refined at « relatively 1cm cost. 
If and when feasiola and deairsd the program can 
always be extended up or down the pyramid. 


t% Tim Klewente in caching Gredee 


An analysis of the tin* elenante Involved in average 
personnel progression or rise wit* n the Agency shows 
the following! (These statistics are an educated guess 
by "ereonnel end must be substantiated by further 
analysis*) 


To Rise >roaa 
OS-5 to 7 
05-7 to 9 
os-5 to 9 


Average Tine 
6 to 6 nee* 
12 to IS noe. 


Aseune 

0*5 yrs. 

AaLafa 

2.0 yrs. 


The Oi-9 level eabmees Journeyman Intelligence Gf floors, 
research Analysts Mid other o s epa rable professional 
personnel. All operative superviaor* and adninlstrativs 
officers are above this level, chile nany trainees 
for professional Jobs are brought into the Agency at 0S-5, 
the rise to 0‘ -7 is rapid j sene 6 or 8 Booths on an average. 

This program is built around two theses (a) that the 
pries of adaission into the Career revelopnent Program 
should be on- the- Job survival ability, and (b) that 
the prog ran is directed toward the really able. The 
period of 1.2 years for the 0i-7 inductee and 2 years 
for the 05-5 inductee appears a reasonable tine element 
for any individual of parser potential to reach the 
pick-up point, i.e., p r -9^( 1 t is proposed that the 
Career Corps electee will enter the organisation and, 
after initial training, be forced to demonstrate fay 
on- the- lob performance mi ability to survive and ad- 
vance for a two-year period). Theoretically, therefore 
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25X9 


the propound "in depth" application of this program 
1* ethically Justifiable. 

3. gtjgbir.^ fc-plam* delved 

•Jaead on Personnel figures (aowsvnat tentative at 
thl» il- ti it i# estimated trial there are apf rcxiraarely 

|«spl©3r»ei_la the LS 9-13 leal. Thor© arc 

approximately I oo board (deop cover ip excluded 

fw** aix tnwo figures). a coca the Career iTnlopawnt 
Program conte^platae tssbracirt a proximal ely 3Gi of 
Agency personnel. A* a check point, cased on tonparable 
personnel, indue trial companies tmo t© cover some 
20S of their employee# in comparable programs. 


£* "Skjasier Chart* theory 

'Urn dufxnt otapaay "skiemer chart* technique is r ally an 
adaptation of the age-ia-grade i aa of the service# *1 mtod toward 
a cons tractive purpose rather than toward a negative one (elimi- 
nation). 

In the durant technique, jg^L employee® who receive an annual 
compensation (including bonus) in excess of a predetermined 
*®ounl are for each aae arrayed la a descendin creor of compen- 
sation. These arrays permit the idantificatio > of a co mpensation 
point at each a<e that selects or "skims" a specif led v>«reentage 
of the arrayed employees j aay X-% of those arrayed at a,*; > , etc. 
"pacified percentages are daareased ar age increases. 

-■here results a scatter diagram of *sel ctlon oints" fro® 
idiich is derived a ■: election Line" fay visual or mathematical 
processes. This la a total company line K Xt is baaed on all 
employees above a predetermined level), Ihe company selection 
line is used on the departmental charts. This makes it possible 
to Judge departmental experience a ainst the background of total 
company experience. 

In this technique all individuals above tnc selection lino 
are "potential" for higher re* poos i till ti-, s and advancement, *aay 
ar© the duPont Company*# career corps . 
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Possible Adaptation to CIA 

A characteristic of incus try is (l) a rapidly rising 
salary scale (2) little tendency ror salaries to cluster at a 
given dollar level, ana (3) salary' scale which is made to rise 
even more rapidly by corporate bonus syr terns. Government 
employment is just the opposite. The alary scale is greatly 
compressed} there are clusters at each GS level} and the age 
grouping: appear much less aefineo. 

Given these diilicultiee, the prii<*ary question is whether 
the technique exhibits validity when applied to CIA personnel. 

To test this, a pilot plant r.,n was made on 873 names, 

GS 9 through GS lit. Any individual was deemed "potential" and 
marked ior examination on the following basis: at GS 9 if 

26 years old or under} at GS 11 if 28 years or under j at GS 12 
If 31 years and under} at GS 13 if 33 years ana unuer} at GS lit 
if 37 years and under. This resulted in 115 names (had 
application of the duPont company's decreasing skimmer per- 
centage been made there would have been 198 names). 

These names were then shown to a senior executive with 
broad experience and contacts in the Agency. This oifi car's 
review indicated that this age-grade technique was a valid 
identification of potentiality. 

The primary obstacle to adaptin'- the duPont technique in 
its entirety (i.e., skimming a designated top percentage at 
each age level to produce a Selection Line) lies in the clusters 
of personnel at each GS level. Possibly this difficulty could 
be met by the introduction of at>onus factor", stemming fro* 
the proposed year-end appraisal. The effect would be to break 
up the personnel clusters ant^iake possible the skimmer technique 

An adaptation of the skimmer cnart technique to this Agency 
would give the Director of Central Intelligence, his eputies 
and the Assistant Directors a most useful administrative tool. 

It is recommended that further study be given to this technique 
and that, following the proposed year-end appraisals, an attempt 
be made by the introduction of a valid "bonus jactor" or by 
other means, to adapt the technique to CIA career identification 


- 12 - 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


f • benefits oi. Program 


fhree ansi possibly four mtt ©da are envisaged here ty 
which to identify potential in CIAt (1) by to*ts anc- assessment, 

(2) by e<»q>«titive mn nations, (3) by appraisal, and {h} 
by skisaaer teehnlqua* in *&>y of its hasss this progra-? begins 
with a shar- wfoin -ttp, extant ion and nor« conscious application 
of things (si*e-up and thou, ht of potential) which nave boon 
done in the past* These band its should iiowt 

1* Ability on board is less- likely to b© overlook© or 
fail to reach its "potential" and wa n te oi" talent 
will be reduced. Incoapetence will be exoosad. 

2. Agency nor ala should be improved, po*» r ibly also recruit* 
sent. Aten and xomob will kn© that if they can de castrate 
ability on the joo, they will be Matched ‘or proaotion* 

9ey«M these: oenefit* is the important onu of training , jut 
of consideration of job recuir«ao«*n ts for broad levalr'oi competence, 
there can be obtained a clear picture oi what trainin can be 
expected to accomplish. If the tralnln requirements of the 
Offices can be pin-pointed, with tailored ^rograas made possible 
for the in-. i' ideal or small groups wu© nave sinil&r needs , the 
ground-work is laic for the greatest usefulness o: the rainim 
Ofice. 

however, a note of caution uust be *oua--eu. ..nc w t not 
lose sight of the fact that each oi ti* techniques herein pro- 
posed is fallible and that all represent an art that is fluid 
and inexact at. best* for this* reason, reliance ha* been placed 
on several methods, since, while on« alone «i nr fail, it i® 
unlikely all mtboas wool a fail* 

It is to be expects that this program will encounter i-»ny 
ciJTicultie*. they all c-o and thus they experience a h igh 
aortality. These difficulties anc this possibility .ill not be 
absent in this Agency. Success, if won, will only ste* iron a 
high naaauro of hi a level support, together with extremely 
adequate ftflu ctaapetont staff work* 
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ggyioy Qi‘ Management Levelopaent Plans in Industry and elsewhere 

The Agency has not been unainuXul o.. dev elopment procedure®, 
ere was high-level consideration of tne problem some years ago. 
Introduction was opposed on the grounds ox the lack oi an r bfc 
system (since corrected), and in audition it wee tnouht tnat 
the manpower efficiency militated against application. 

Agency experience in tae past has been studied, a nc the 
plans of some ten or twelve Incus trial companies, ana of one 
consulting engineering firm for its professional staff) the 
Officers fitness Heport ol the Navy, and tne report of Oxficer 
ffectiveness oi' the Air F* ores have been exemloea# 


H# gie-In to Career Corps Selectee Pro, ram 

The Career Corp Selectee Program is, in effect, a high-level 
potential recruitment program, coupled with a basic educational 
or training effort to ground the individual in intelligence and 
•rea. It is proposed that at the end of an initial course, the 
participant be asei ned to one of the Offices. 

It has been the general experience oi incus try that college 
recruits ere accepted by the line organization if there is faith 
in management’s ability to weed out poorer recruits. Under the 
contemplated P lan » selectees woulc be forced to demonstrate e 
survival value and an ability to rise, in tne usual manner and 
on the job, in order to be picked up at Of 9 lt>vel in the pro- 
posed Career Development Program. This woulc aopear to meet 
effectively any criticism of “favoritism" in tne Career Corps 
electee Program. 


I« lie- In to IBM Control 

The various "potentialities" of admini s tra tl v e , professi onal 
and/or scientific personnel identified in the Career development 
Program) pertinent date relating to significant education! area 
experience, the employee age and "age-performance" index, etc., 

C * rri f? ° n Per f 0nnel,s records. In conjunction 
with tne Officee, other pertinent data coula be aevelopec in as 

S C iievi!w a ** ired ' ***** *° uld woric «»is out with the boards 
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TAB 4 

EVALUATION OF 00TSTAKDIIK) CAS'D ID ATKF FOR THE 
CAREER COMB 
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TAB J 


-?ALUATI -ti W 'UTSTWjim L A VMDATES I'it CORPS 


Employees who stand oat after appraisal by supervisors will 
be examined through tests and evaluation, as outlined in V, t, 2. 
Those who hew entered the Agency through the Career Selectee 
Program C T— IV} will already haw been subjected to intensive 
testing end assessment, but sane older employees, and some who 
have entered the Agency through other channels, will not have. 

F »r the first two years of this program, any employee who 
wishes to take the tests may do so, regardless of the ap.ralsal 
by his supervisor. This will serve as a check on appraisal. 

Ths problem is being studied in the Office of Training. 
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TAB K 

ROTATION PLAN FOR CAREER TRAINING - SPECIALISTS 
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Tab & 

ROtATl^t* PLAN F-.Q CA&.bR tRklUim - S: JLl kl . ISIS 


I. DgFIBITi:iH 

For the C «mr Training program a Special 1st is defined as 
a person *° designated by the Board for examination and aerie* 
(Section ?, B, 3 and C, I*.) 

*i tae basis of selection standards that the board will 
aaploy, a Specialist will: 

A. Be a professional Intel! iganc® f fleer 

B. ce in grade OS-y or higher 

C. Be, when selected, probably in age breci»t nid- twenties 
to aid- thirties. however, this age bracket is not an 
absolute requirement (l ection V, A j 

D. Have teen on duty in the Ardency at least two years 

B* Have completed his basic training or the equivalent 

* * highly satisfactory in his regular pos ition 

G. Have potential to Justify training and eventual 
promotion to the level OS-li or higher 

H. Be, on tne basis of desires and altitudes, suited 
priaarily for career employment in his present 

■ffice (for example, Office of Ta search and Reports , 
ffice of Scientific Intelligence, etc.) 

At any point in his career a Specialist nay nave his desig- 
nation changed by the Board for Examinati on and .He view to that 
of General 1st (defined in ¥, C, $ and Tab Sj. 
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i* . 
6* I 


n. AXH OF EQUATION or SPECIALISTS 




i«i thaithe l 
office for 
als tan 







wtf s r juMi 




IS 


III* SCOPS OF ROTATION PUN 


D^pmdlog upon the ntssioa and needs of the individual 
office, a Specialist nay ba rotated through training leading to 
competence in or all of four aajor fUldai^^ ^ 

(1) Operational 

(2) Administrative 

(3) Analytical • Research 
(U) Technical 

The long-range cnphasea, however, will be upon the fiald(e) 
aoat closely related to the more Important qualifications desired 
for the positions of office head and seotion chiefs In his office. 

IV. TYPICAL ROTATION PUK 

*> e follow* a typical rotation plan, in seven phases, 

for Specialists* Its purpose isfcrlaarily to indicate the scopo 
of training eontenplated rather 'than to p r e se n t a specific 
pattern that a particular individual aust follow. All phase# 
of the training will be tailored, with the Assistant Director's 
approval, in each instance to fit the person's needs and potential. 

£2SSLi - 1,« 

CIA Intelligence School (Tab l ) 

Refresher course, to include i 


a. Extensive area study or functional study of 
his area. 

b. Preparation of an Intelligence Survey on 
National Intelligence level. 


SECRET 
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e. ’rsctures by eminent visitors and school 
staff. 

d. intensive reading. 

• . 3s search at sui table library and university 
centers. 


Phase 2 - 


2 years 


Segtiiarly Assigned ffice 

Hat urn to assigned office and continue work there. 


Phase 3 - i year 

dotation Through a Related Office 

(*'^fice ef Current Intelligence assumed - if office of 
Operations, ffice of Special peratlens or 'ffice of 
Policy Coordination, tnis nay consist of a tour abroad 
of one to two years; 


a. Three Months Ln the r ovist Division of the 
Support Group. 

b. Three Months in the .astern Division of the 
sane Troup. 

c. Three non the in the *fest*m Division of the 
sene Group. 

d. One Month in 'perations. 

«. die Month in Situation !ioo*» - study sad 
participate in briefing problems • 

f. me month in liaison duties with thoee 

sections of the other intelligence agencies 
concerned with ffice of Current Intelligence 
activities. 

(• This phase say be supplemented by from 3 to 
6 months in a Service Intelligence School . 
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1 - 


2 years 


ftsgularly Assigned office 

Be turn to essi good office and c on tin os work there. 
Fk*— 5 - 1 year 

!5X1 Duty In I ~ 

25X1 *• 

b. Study collecting and reporting problems. 

«• Suggested alternates for this phase include 
a tour of approximately one year at either 
the Any War College, Nasal Mar College or 
Air «ar College. 

Hme 6 — 2 jreei e 

Regularly Aeelgaed Office and a lei a ted One 

turn to assigned office and continue work there 
one year, fallowed by .ne year in a related office. 


ghaaa 7 - 3-12 eonthe 

National intelligence - University ieecl 

a. Study threats to U. 5. national eecurity 
ateanlng frota the particular area in which 
he bee specialised. 

b. Study aeans by which intelligence aay beet 
support C. 5. national planning and policy 
in foreign relation*. 

e. Work during this phase in coapany with policy 
end planning officers fro* key gosenwent 
agencies. 
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TAB L 


ADVANCED THAWING - CIA WTELLIG&XE SCHOOL 
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Mi, 


APVAUCIE THAI SIR, m CIA IhT faille EHCo SCHOOL 


lb* advanced training will be la Utc nature o 1 a rtTmtwr 
course for expert eaoed epeelaliirtf , The program wLll aim far 
tMfclTO month* duration. In this* coure* the student will* 

(1) timer lv lectures from eminent ana qualified visitor*. 

(?) da sag* la eatenai.e urea mdin one study. 

(3) Prepare an iUtallii etteo urvey m a National LntaLLU 
E«>ce level. 

CU) £d«age in supplementary area studies at suitable 
Dnlyersitlea. 

(5) II possible* spend. some tine abroad. 
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TAB H 


LANOUAOE TRAIffDKJ FOR SPECIALISTS 
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Tab K 


lAMkrtitti ThAHlXKu Kft ; Pg£lALX£T£ 


training will be a aria avaliabli? for spec Ifiliete 
«• th» need arise#, Mach of this training ean mb should taka 
placa outside the Agency* in exist In institutions. one* 
however* will be provided by the Office of Training «ithtn the 
Agency* and the use of the CIA audio-wisual laboratory aqulp* 
aant will enable lan^aaga prefieimoy to be maintained and 
leprovad upon* 

Arreagesumts for such trainin are preeently balm varfe. 
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TAB N 


ROTATION PLAN FOR CAREER TRAINING - GENERALISTS 
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aotATios FiAk ca u&m nuasam - ouaBiiusTs 


u mnnnr,H 

¥mt the Career 1 raining program a oenaralist is an eaplo yee 
•tandard* defined in v, c, $ and VII, and t* bo 
designated lagr the Soard >or S*as*inati an anu Review* (V, 3, 3) 

0» tsw basis of selection rtaadares that the Joard will wn1 rrr 
a ueoerellst villi 


a# tie a proHMsiooiX Intel lienoe officer 
3. m in gra*ie u — >* or Higher 

€• do, w>;on selected, ordinarily in tta age bracket 
3O-4t0 (30-45 for the first fear of this pragma)* 
dososer, this age brocket is not an absolute require- 

a* * 

IMtfaV# 

D # Have been on duty la the Agency at least tm years 

&• Have completed his b a s i c training or the equivalent 

F* So highly satisfactory in his regular poeitloa 

G * $*** potential to Justify training ami promotion to 
the level 06—16 or highar 

a* Be, on the beats of desire* end aptitudes, suited 
for career employnsat at tha Assistant ..i rooter and 
leputy Asaistant Mreetor levels and higher 

II* AIM 0? ftoiAfloa Of bKhr.kAl.T/T'S 

Tbs sis of rotation of Oanoraliat# is to am then with a 
broad, first-hand familiarity with tha role of hat ionel intelli- 
gaaoa in the wovarnsot structure* 
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III, SCOPE Or ftol Alloa FUfr 

Th" rotation plan for * .wndist n»t he of the widest 
scope f and net tied to the mission cr need* of * particular 
Agency efiioe. it should lead to the brashest practical 
ecepetenoe In the first three of the follevin field* and an 
•pprop: r-lately restricted cospetenoa in the fourth* 

(1) Operational 

(9) Asdnlstratir* 

( 3 ) Analytical - Keeeerch 

U> Technical 
lt'« HflCil rXAA 


There folio** a typical rotation plan, in aloe phase#* for 
Generalists, It Is assuned that the eneraliet ha" completed a 
rotation plan for Special l*t* anu n*« w»«n completed a /ear or 
teo of duty in hiasugular office before selection ac a ucaerallst. 
It" purpose is prUmrily to indicate the *ocpe of training 
rather than present e specific pattern that a particular parson 
eust follow. All phases of the training *111 be tailored in 
each instance to fit the individual's needs am potential, 

ftjMfe.l • 1 year 


25X1 


PHASl 2 - 1 year 

Assignment in the Agency 

Ha turn to an appropriate assignment in the 
Agency 


- ? . 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 



Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


3 • l jmt 

assigned to O/hs) 

jAjA-A fa • f jaara 

As? igasaeat in the Agency 

eturn to an appropriate asal^naent in t.h» a* anqjr 

SMLi- Itmt 

Attendance »t ioUon ^ M : oU«a 
6 - 2 ^in 

Asal^naeat in too Asaaear 

t.otorn to an * propriate as* leanest in k*w A :v anojr 

.7 - 1 yaar 


Of ilea of haeeutlva : moratory, patloo*! ocurity ounc y. 

fturUolptt# la national ■ ecurity Council onioar 
’ taff matings 

ftaturn to as appropriate assignment la u«* Agency 

B**M 9 - ? nonth* 

MUoiml intalilicaooa - In lvorsU/ larel (lab H) 

‘ tad/ os a joint daelss 

a* intaUlgenoa doctrina 

d* Intelligence aetnodelegy 

°» Waw directions Intelligence wist taka 

Thm return to the Agwejr, /or a high-level necignment as 
a Oeneraliat. 
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TAB 0 


CAREER TRAILING - INTELLIGENCE AD?IS0RT 
COMMITTEE EMPLOYEES 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


TSAXMjQiG «w AtV l. 'JH'l CoMSlTTi^E 


I* XsimX vCYlOtt 

prcblerw 43d cond ition*! here presented now a«ply to 

otrtor eoawdfiontd personnel ox the three Military servient wise 
•Pt esslgasd to the Xgstjcy at part o their i Tint! active duty 
rotation* owoTer , t ho aaoigrusmt tc the igeticy of ciroai 
personnel o/ f tote, or any other . eporteeni or Agency* Mo u l d 
lapoaa aladlar prodaw requiring' equally careful rttolatlon. 


25X9 

25X9 


_^L_0f 1 4un<s l?5l, the Agency nau on ooard or ordered 

lactlw outJ.oomiagiOQpd flilltury personnel against 

•n allowance of| I In* Agency needs **ny ttore oi tale 

category of personnel and, It is understood, ha? rntiontilY 
racaived a thoriaaUoa lor an additional allowance off | 


25X9 


III. PKO (SL M 

Tite Agency bear* a two~folc re* oratibility in job assign- 

***** ox these parsooneli 

(1) On the we hand thay should be uoed shore their goaarml 
and specialised skills xUl be of preeticabla 

benefit to the Agency. ^ 

(t) OR the other hand thoir e*plcy»tai by the Agtsncy sheal d 
fhrthwr the career training of the iaaivi<Ual officer 
and should bo opprepriat* in responsibility ud fhnotioos 
to the rank and expert one of the of floor. 

** Agbacy does not meot those reopens ibl 11 ties of plaeo- 
naat mtX training, the impact on the orvicee is likel y to result 
in their effort to fill a bare Minima of CIA billots, and further 
a tendency to withhold frtw assigna^t to Zlk the superior of floors 
tbs Agency needs* 
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Inform*! spot eheck Indicate# that In «oee instance# the 
Agency tea failed to need these o la o t in t nod training retponsi- 
bilitiee. 

iv. com^m 

the following, while r opr ee an ting atrely ianUtltrt coo* 
elutions, point# the direction of the study currently In procot# 

lgr the Office of Training » 

(1) A top-level Agency roliey is eseent t*1 to •naldo trio 
placement an-.’ trrlnin of assigned sc tiro-duty Military 
personnel. A hi h-lartl nonitorin it required to 
insure that this policy is 'apleawited throughout tha 

Agency* 

(2) Appropriate Agency slots saoul< be Uo#i & nat«^ to 
o# Oiled by Military only or optional Military* 
civilian. Ac’ Ira auty military personnel should 
ba assigned only in those slots unloss specific 
exception Ik authorised by the 'ireelor of Personnel. 
Theoo riots shoal*. at all tines total the sane at 

the than current CIA approved allowance of active-duty 
Military parsonnul. 

(3) - ach of theoo alott ahoul ve ar a job description 

that clearly justifies tha anpla ynon t of on at tiro* 
duty Military officer ant, *.*111 fora the bools for 
qualifications requested whoa levy 1# mom an the 
Military torvioos for asfd^rwcnt of portonnol. 

V, REC0’*‘"A**MTI0^S 


This tab is included hero because of it# relevant# to the 
over-nil problem of career corps in flA. It describee, however, 
a distinct and separate problaa that any bo resolved apart from 
the dovelopoiant of a Career Corps Prograa for civilian Agency 
oa plny oo s . Pertinent recoaoend atlons will therefore be subedited 
separately. 
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2MPLEffi»TATION OF URIAHS ITT AND 


INDUSTRIAL TRAINING 
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mi 


PfrLMWATici cr (arms, m a*x trial ramus 


* wy iifortiat port of Um Agtacy'i wfmt training 
aM<to mtaMt only toy unlversitler and industrial firms . 

Th* university cwiMU eetsblished for thw program of recruit- 
■*nfc*lll bo of groat help la arranging programs In the uni- 
varsities. It will bo the policy of the Agency to establish 
^•rnal training emnat only when tbo specialised naturo 
of the instruction, look of outside fedUties, or security 
moke it nsaeseary. 

I. there wiU bo littla difficulty m arranging for wall 
qualified persona to otudy «ndor existing university 
progj « m, prodded that application is nado before ths 
pragma la filled. Tba naad for early application la 
particularly groat In tho solar tifie flslds, wboro 
laboratory apoea rigidly Halts tba n unbar of students 
who eon ba aeeeptod. 


XX. In oartoia fields, particularly t osa of scientific 
intelligence and perhaps scon area studies, tailored 
programs mat ba arranged with outstanding institutions, 
or witMn ths Agency, preferably the former. The curri- 
aulam and emphasis must be arranged with our Roods in 
mind, and tbs length of ths sours#, which is am obstacle 
to ths use of ma mf existing programs, must not exceed 
cma oondamle year, fpeolal summer sceeioa* will scot 
many of our msodo. 

50 thftt fllii «*• ■■y bo mods of tbs institution's 
facilities and personnel, and so that students wlU 
rcoalvc full besafit free contacts and discussion, tho 
«««rae* will ba wMlnaclfiad, and open to other than 
Aganoy personnel. (The latter nay ba a source for 
rsarultnont.) Classified instruction will be aarriwd 
out within the Agency. 
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«hinmr mw progioM oust he establiohed, or existing 
coos Mdi/isd, the Agmmy will render financial support 
through coat roots. 

HI* Utilisation of inxs trial facilities for atwfy and training 
will bo particular}? useful to the Office of eioetifle 
Intelligence, but any «lte oorvo tho purposes of tho Offioo 
of &eeeereh cod Reports • Negotiation# with so looted f imo 
will bo carried oat through the Office of Troiaij^. 
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TAB Q 

CAREER BENEFITS AND SECURITY 
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CkUcili Bs.M2i. Frf A NT. ITY 


I. This ewmri*** cei**r incentive o« as fits that the Cectral 
Intelligence Ag«wy nay of far its umplcyees under general or 
•pacific previsions of cvrrsnt legislation. •isqelrssimnt# 
for impLsaaatiJse specific actions are indicated. 

II* The Csotral Intelligence Agancy may offer these bona fits: 


A. Action 

Apply to appropriate CIA personnel time and one-half 
eorricc erodit against retirement for all service under 
certain hardship or hazardous conditions* 


Soamogt 


1* In offset, this permits retirement st tho age of 50 
afkor 20 years of government service with tho vane 
retirement pay that would normally accrue afWr a 
full 30 years' service. Also, for each year of 
sorvico beyond 20 years, tho sap ley as would receive 
an increased annuity* 

2* To implement this* action would require that the 

Agency consummate on agreement with the Civil ervice 
Commission authorising t e application to Agency em- 
ployees, under broadly defined circumstances, legis- 
lation currently applied U to certain personnel of 
the Federal Bureau of Investigation and the Treasury 
apartment. 


8. Action 

Increase base salary for asrvice involving unusual 
basard or hardship. 
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CffWJBt 

to eonfom to current #xtr*~pay policies of the 
Fepartneat of fefense, these boot salary increases 
w©ul i foil into wi thar of these Wo categories: 

1. Increase of ;>0£ of base a* lory (to a maximum of 
1200 por four-weak pay period/ while engaged In 
duty similar to that of *nwd -wrrtcoc personnel 
who receive extra pey (aviation, *ub*arii*o, 
parachute jump, ate.) . 

2. Ineraaao not to exaeed SO, of base * alary as warranted 
by unusual hardship or ha sard in oortain other typos 
of duty* 

C* Action 

v *y death gratuity of six months' base pay to 
dependants of CIA employees who die in lino of duty 
while servliu- abroad. 

Coeaaent 

The General Counsel considers that, while specific 
legislative authority would bo desirable* the 'i rector 
of Central Intelligence any authorise those payments 
under Public Law U0« 

f • action 

lay, within-grade advances, and grade promotion* for 
persons who are "detained" involuntarily. 

Coagogt 

1. Confidential i unds aguLitlon* authorise these actions 
for perso-ia pain fro* Confidential S'ur.ds. 

2. This authority should be extended vo cover employees 
paid from vouehered funds. 


2 • 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


Approved For Release 2006/08/31 : CIA-RDP86B00269R000300100001-6 


jgtt SB 

Apply th# benefit* of U. . t aployvc* 1 Compensation 
Act to dependents of employees engaged in haaardous 
dutiee Mtic are the—elvea «xpo»#c to haaard. 

Consent 

oereiml Counsel considers that specific legislation 
woid-i be prcferabl* for such caaae, but that ascot the lass 
tbs ilreeter coaid, under the Lroad authority contained 
in ’ublle baw 110, apply the*?* benefit* in spool fio 
eases rfhich be de— n so warrant. 

r * t£USB 

Extend physical disability benefits, eonfomin*' to 
Veteran’ s *dninia tret ion tendardn, t« Agency employees 
forced to retire because of physical disability suffered 
while Agency aeployees and not tbu result of own »ia- 
conduct. 

Co— ent 

General Counsel considers that specific legislation 
would be required to lapleaent this action, but that 
relative benefits under the civilian and Military systems 
should be carefully studied before recommending legisla- 
tion. 


gote i A study by the lack . <rce, now under eoneioeration ty 
tha L color Review owwitteo, entitle*} ’’sights. Privileges and 
Benefit* of Covert ihpltj yeee and ideate* hae been dieeufteo 
generally witn a m-wumr ox the task lore# sad it is oeliovod 
that the pertinent policies rec e—en dod in the laid* ioreo 
paper are consistent with the benefit# covereu under this 
Tab. 
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TAB R 


oramjats teuanita 

CIA IMTELLIQENCE SCHOOL 
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TA.lf. 


OKAXmTfc V-k&lM 

riA nmeium^cB fCKXJL 


Thie training i« for the Cenareliet who *7 booo m m 
Aaeletant rineior of ft r«jw*y, or for on exiatlag Aaeletant 
Creator or rnpoty. 

The purpose of the progra* will be that of etwdyiag, on 
ft joint bftels, intelligence doetrlw, methodology and now 
directions that intelligence work nust taka. 

"pool fie intelligence problo»s nay bo ate died exhaustively 
la tha Graduate ehool bgr selected greduatee *f tbo national 
«iar Celiac#, —fa* re of the ’ tato Dopartnent, other intelli- 
EMM agencies, and the Central Intelligence Agency. 


• i • 
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1 



appraisal form 

« 
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°FC'ror MA : f r 'Jl'r.'.v Af-".'' * ; ' t ' t a t. ■ t ' ; 

AA SCO c?»si »■ r • i* , F o - I' - ( ' - 




F oft^Ki - r n. 


AX&rAL 


L.LA*‘if 'lAti 


aw Fite. 


PF c d oi p r F 
TMN I T o 


n niHl«NMUir 

ag «aarf m _ 

Sonet >in 1 1 L t> S r HtPO i^r 


Hr ttJtf Via 


U4u 


□ settii^ 


3BF5 OUTS CUN&IO SlMCt LA IT ELEPoRI J_J. : 

^oo» m o«- or**J»^gxPttAiiLNi{r«.A CQtPv£.rAn~ 


I_1 N« 


ItrENCItT m LAMtllACilt 


^ I ft ^ ’ 


jsinxEJtcrNCt stcTi#»$ 

THT-LtD *SY SUPERS 1 3 OCX 


fTA WIF OF SUPlR/liOH. 


OFFIC»AL 4TATU.S TO iunoHOiNATt. 




ts E.MPLo'tee c?\jAi-jri 

jkLC wi5 r~ r 


Hi 


D ron. 

n 


(ChMk «n«) 
DEFINITELY NOT 


JLSL 


! Q WAN* HIM ? 


<DN 8 ATI 8 F ACTOR Y ) 


PREJ-tH NOT 

□ TO HAVE HiM* 

(UNSATISFAI TOUW 


□ HE SATISFIED 
TO HAVE HIM? 


□ HE PLEASED 

TO HAVE 1 IIM 1 


□ PARTICULARLY 
DESIRE HIM' 


SEK50HA 1L QUALIFICATIONS GfN^AL List only outstanding qualifications either abova or below avaraga. 


STRoNCtEST SIMCtLE QUAL iPl CATtoN 

O 


Most Nonc&A^it weakness 


CMiiwn i Alf 
CtaMMtatteO Whi 

: AMHtla* Art Kwn t* Yn 
,WhM Vaa P Hints HIw: 


•f tts# la 

““ia*f Pr*f«M*o«*l 


*«• 


(ChMk ih) 

(1 tJNDKB NO IF 90 % WERE 

P«r*#n«lly r [— 1 CIRCUMSTANCES ?| — I TO BE 
LJ (UnMtixfartofr) I I 


(UnMtisfartoir) 


PROMOTED? 


IF 70 % 

|~j TO BN 


PROMOTED? 


E IF 30 % WERE 

□ TO BK 

PROMOTED : 


□ 


IF ONLY 10 % 
WERE TO BE 
PROMOTED? 


H*w mtjty ON mi a an iaaNM In 1 h« 
•raw a *#4 ter tk« wpirtiia 

n l ,V£ B □•t? b 


P b lLW T 1 A L* ’ What if tha naxt stap ahaad for this individual and doas ha hava futhar potantial bayond naxt stap? If 


so, outlina. 


tl XMEOiATEL't P^MOTA^ ll O F > ROMuTA r MC. UPoU CtWlEncKJ Ad . r.Fi.ovd 

.-ACTION XI LEAVC.OM 7on w* EftMlNMl ~j"j PHOMutt. 

(Racommand action for improvement such as Training, Change of attitude, Change in pay Encouragement t ) 

c 



ChMk aa» i at ti;«M hosts — I roNsrDKR this rkport k be n satisfactory 

□ UNSATISFACTORY 

1 “p-a,**® 7— 

i * 


I 
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To* SUPERVISORS 

To eliminate lack of objectivity and "halo effect" 
supervisors are instructed to appraise the individual 
under the following proeeedure: 

FIRST - Identify the individual in one of the 
following job families: OPERATIONAL; ANALYTICAL- RESEARCH; 

ADMINISTRATIVE; or TECHNICAL. 

SECOND - Appraise the individual against the specifio 
job criteria of his basis family. 

THIRD - Appraise the individual against the ADDITIVE 
criteria necessary at higher levels of competence and 
responsibility. 

In identifying the individual in a job family, the 
individual's FUNCTION is the determinate faotor, not his 
Offioe or Division, 

Having identified the individual in a SINGLE job 
family, the individual’s abilities or "potentiality" for 
greater breadth of service and higher responsibility, are to 
be appraised against the ADDITIVE criteria. 
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HIGH 
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OPE Rational. 

TM* job family ia grounded in action; organising it, p lanning 
it, getting it dona. As aotion is playad with and against 
£°^ # f *?!!* oharaotsristios idantify this typat an ability ' 

With and *** *** • 0it out of pa op Is; and to 
oraata enthusiasms, prida in mission and sansa of mat taring. 
Area and subjeot ara important but as handmaidens of aotion, 
.*•** J® owl * d 6« that diotatas feasibility or rare a Is vulner- 
, In J th# •soeptionabla individual there may be Urge 

*? r **“ r ° h * blUtl "> hit th. prototype t, th. 

extrovert and man-of-aotion 




. ^OPERCtMT, 20 ^ 


D 1 IDEKlTIFr THIS EMPLOYEE AS DPERATiOUAi. 


] GETTING 

I THE. JOB DONE i 

■i PLANNING" I 

THfEJOft j 

ability with 
people 4 

te am pa. ay • j 

J KNOWLEDGE OF j 
AREA OR SUBJECT | 

TACT I 

DISCRETION 

Reportorial 

AB.ILITY • VERBAL 
4 WRITTE N! 

SENSE OF 

Relative. 

tmportancf 

Mon- gullibility i 

j EVASION 
4 DECEIT 

adjustment 
T ° i ZEE !* 6 hours 

- 4 CON D IT t o N S 


Tlus sheet- Ccn-ri« 
a.v- 1 ,'!i i ir f»* j- . . c; ! 
A Li? it job Ck" -< , 


TLn.MAR.KS 


M0T£.> indicate. Rating r^y a coop dinatl p 0 i 


NI 1.0 wr. R. LiKj£_ 
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PERSONAL EXECUTIVE LIAISON SUBSTANTIVE- 
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ADDITIVE JO fb qUAUFICM 

No ^Yidual somi by that* qualification easily or lightly. 

l[*]L < ? r ** ****• th ° y ar * re( l uir ® d for high*r echelon 

lhon. Si f?*?? y V 11 ° nly * x o«Ptlonal individual oould 

?c hi8 5J y -. ia ? li * U eotian » appraisal will be carefully 
I sorutinisad for "halo affeot". 




. 2o „ -40 PERCENT . 20 . 


« r *VA, r A 1 T AlS » L IS INTCKDE P T o 

M.LAT EL TO A 1 ATP Hr AML. ITY OfR. •' POTt_K 4 T| A 


i “INTFI LICENCE 

INSIGHT 

8 flCUM E Kl _ 

ABILITY 
TO CREATE. THT 
HVPOTNE Eil 5 

UiSCI PLlN E D 
M\N 0 < OR.OER.i-Y 
TVi I W KJ H Ci 

ABILITY 
TO SUSPE.N D 
IUDCiEMEMT 

“CO OPERATES 
NNlTH- 

ASSOC.I ATE 5 

I SENSE OF , 

_ PERI PHERAL 4 

rDlRECT TIE-INS 

. Moves Freely 

tEFFECTIVELYWlT* 
gQUALS^ SUPERIORS 

11 Ability 
TO SUPERVISE. 

1 ABllITT TO 

i H am ole 

9 INSPIRE. 

TO DEVELOP 
.SU&OREMN ATES 

“ to plan at 

. POLICY 
q RIHH- LEVEL 


Tins spare cor, 

Qm pli l ICGA I •.-> n o/ 

4' Wc*E 

/ jo 5 q uo \i 7| c o^i eu 


TE.N AC ITT 

SENSE OF 
PERSONAL 
Goal 

ADA PTA ts I l 1 t y 



PH V 5ICAL 

ENERGY 

SELF 

Disci PliNE_ 


i 
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Pagan X t 2, and u of tn* proceeding 
fora (OPKRATIOttAL) woule be combined 
with each af the following three 
fora* to writ* up a c caplet* apprairnl 
blank tor thane Job laallleat 
IhAUTICAL-RgSiARCd, AEf* IslfiThATIVE 
and TL-'-dklCAL. 
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AHAtY Tl C AL. • RESEARCH 

Thia job family ia grounded in atudyi reading, aoenning end 
integration* Area and aubjeot are of on—n fling importance 
with action a aeoond remove. There ia required am abeerbed 
interest in new faotual minutia and new relatione between 
faot«] a "feel” for analyaia (the examination of ooaqpoaeat 
parte aeparately and in relation to the thole) and for 
reaeareh (the re ri a ion of aoeepted oonoluaiena ia the light 
of newly di a oarers d faota ) . In the exoeptional individual 
there may be operational abilitiea, but the prototype ia the 
profeeaional or apeoialiat* 



I \ 3 IDENTIFY THIS EMPLOYEE • ANALYtl CAL RESEARCH 

/KNOWLEDGE OF 
AREA OR SUBJECT 


/ZQ^SERVATioN 
SENSE of relative 

_ IMPORTANCE 


RESISTANCE to 
TEDIUM 



"SENSE OF AVENUfi 
OF Attack. 


ANALYTICAL 4 

Research ability 


SeADINC* j 
comprehension! • 
"CiUttinCi A boon* 


ABILITY IN DlC-tEST 
4 Rewrite 


SENSE OFBEARlNOt 
. OF NEXT t>es<\S 
SPECIALTY 


M EET I N G 
DEADLINES 


RE MAR.K5 
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"" ADMINISTRATIVE. 

This job family is grounded in good "housekeeping" i,e., 
knowledge and sane oontrol of prooeedures coupled with an 
.ability to keep an organization moving freely and smoothly. 
Knowledge of intelligence techniques is helpful but the 
requirement is for a generalised knowledge rather than for 
a specialized understanding. In the exceptional individual 
there nay be a flair for generation of the idea, but the 
prototype has a native resistance to (rather than thrill in) 
the new idea coupled with a large faoility in picking the 
flaw and in saying, no. 
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TE.CHN 1 CAL 

This job family is grounded in technical knowledge of the 
specialty and the broad field of the specialty. Area and 

h ^ daaid « ns « Th « Prototype is the technician, 
the linguist, the engineer and the scientist. 


J— j I IDE -Kin FY THIS EMPLOYEE - TECHNl 

KNOWLEOOF. 

OF SPECIALTY 


KWUWLEOtiE 
OF rrtE rroao FIELD 


KWO WLE OC-iE 

OF Area 


SENSE OF 

Peripheral.. 

__ OPERATIONS 

A DJ USTMENT 
To trying hours 

ft Co nditions j 

. 

; Discretion! : 

1 


Remark^ 
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